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Explore care workers’ and employers’ 
perceptions and motivations about various 
aspects of commitment and retention.
Observational studies:
Examine staff characteristics and attitudes 
associated with intention to quit across 
different organisations, social care settings, 
or over time.
Analysis of organisational and 
administrative data:
Gives a comprehensive picture of workforce 
and turnover.
Analysis of (representative / probability) 
surveys and datasets of care workers:
Examine factors (e.g. demographic, socio-
economic, organizational etc.) associated 
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